Introduction
Human resource plays an important role on technology development and people always try to optimally use resources. According to Robbins and Judge (2010) when there is a shortage in fulfilling human resources' needs, people will less likely to work, efficiently. Therefore, it should be recognized that no work in society and especially in an organization is more important than leading and growth of human beings and technology cannot move without their satisfaction. In view point of Specter, job satisfaction is the most common variable of research in organizational behavior (Huff, 2000) . Job satisfaction is a set of emotions and beliefs that people have about their current job (George & Gareth, 1999) . As a result, attention to internal and external employees' requirements and creating the background on grow or flourish the creativity and hidden skills of people will lead to increase the efficiency of the organization and interest of people to work and their faith or respect to the organization.
In spite of individual and social needs, if people or employees are not supported well or responded, properly, their faith or commitment to the organization will decrease and gradually they may leave the organizations (Homan, 2002) . In other words, if appropriate work conditions are not provided out of the organization, trend and interest of workers to work will decrease and lead to low efficiency of organization. Therefore, there is a need to study on how to take care of employees for the success of organizations. This issue is considered in auditing institutions and business companies and the focus of this paper is more on accountants and auditors in terms of their duties and their job sensitivity.
In this paper, we analyze positive and negative factors influencing on job satisfaction of the two groups and discuss differences.
Theoretic principles and background of the study
Management accounting literature discusses about the job satisfaction in many organizations and analyzes different factors leading to employees' dissatisfaction. Deen et al. (1988) evaluated the decrease of job satisfaction in auditors more than accountants, by studying the accountants of an industrial company and auditors work in eight great auditing institutions. Albrecht & colleagues (1981) studied the way to face professional employees of 25 auditing intuitions and concluded that in spite of partners who had full satisfaction of conditions, auditors, supervisors and managers did not have job satisfaction. Eilatealamdari (1988) studied different effective factors on job satisfaction among auditors and showed that salary was the most influencing factor on job satisfaction. According to Lawson & Shen (1998) , there is a need for continuous improvement on human's requirements and meeting their needs to improve firms' performance. This also helps organizations learn more on how empower their organizations. Those people whose needs are met in organization will tend to be more strong and satisfied with their work when they have a given responsibility to do their duties and to solve the problems. These people are normally given a set of partial hard duties and their strong interests to see their performance are evaluated. In addition, they are not interested to be evaluated by money for themselves, but they enjoy money as a symbol for succeed (Parker & Chusmir, 1992) . Shekarriz (1991) recognizes Salary, job security, job persistence, good work conditions, tools to advance and promote and human relations as the most influencing factors on job satisfaction. The higher is the level of responsibility, independence and variation in job, the better is the efficiency. However, the more individuals are in higher levels in terms of education, abilities, etc., the required levels of these properties are and should be higher to obtain happiness and satisfaction (Zandipor, 1990) .
There are some evidence indicating that there is a moderate and consistent relationship between job satisfaction and absence of employees from their work. According to Parker and Chusmir (1992) , awareness and sensitivity to organizational, employees' requirements and providing a good field of their support is very critical, because it causes the work programs to be carried out more flexibly and profitably (Mohammadzade & Mehrozhan, 1996) . Khodaei Valahzaghard et al. (2012) performed an empirical study on the effects of human resource supporting strategies on job satisfaction. They investigated the effects of related services to support employee to reach job satisfaction and employee activities in one of Iranian banks. The results showed that employees were relatively satisfied from the benefit package of the bank and they were relatively happy on working for such organization.
Research method
The main objective of this study is to evaluate the job satisfaction of accountants and auditors and to compare them. Therefore, this study is descriptive and its method is considered as field method.
Hypothesis of the study
Rate of job satisfaction in auditors is lower than accountants.
In addition, this study compares job satisfaction between the two groups of auditors and accountants in terms of different aspects of job satisfaction including kind and nature of the work, supervisor inspection, colleagues, promotion, payment and benefits, which are among all main components of this study.
Statistical society and subjects
Statistical society of the study, on one hand contains all employed auditors in auditing institutions members of formal accountant association, including levels: "auditor, supervisor auditor, supervisor, superior supervisor and manager or partner of the institution". On the other hand, it contains all employed accountants in accepted companies of Tehran stock exchange including different items of financial manager, head of financial accounting, head of industrial accounting and employees of accounting departments with, at least, a three-year of job experience. According to the data of statistical department of formal accountant association and Tehran stock exchange, number of auditors are 3000 and accountants are 3500. Of these people, 133 of accountants and 152 of assistants were selected based on a random sampling technique as the subjects and a questionnaire is sent to them. Table 1 shows some of the questionnaires' components. 
Measurement tools
According to the aims of the study, the best way to collect data, is to use questionnaire (Bazargan & Sarmad, 2001 ). To do this, Mine Suta Questionnaire (MSQ) of job satisfaction was used. In order to score the questions, Porter method was used in terms of difference between individual expectations from job and what the individual receives from his/her job. Since the possibility of mentioned validation is different, math hope of these validations are estimated as follow: Number of 1.60 is delicate the boundary between satisfaction & dissatisfaction. In order to assure the data obtained from analysis of the questionnaire, valid ability rate of the questionnaire was obtained using SPSS software test and Thornback was equal to 0.7802.
Study findings
Study and determination of job satisfaction and comparison of job satisfaction between accountants and auditors are of the main purposes of this study and in this section data related to the findings are as follow. Determination of job satisfaction was the first purpose of this study and the statistical properties related to it are provided in table 4. Findings of this study show that average of job satisfaction in subjects of auditors is 1.48 (SD=0.41) and is 1.227(SD=0.26) in subjects of accountants. These findings show a higher level of satisfaction for accountants. It should be noted that maximum score of job dissatisfaction equals 4. In studying the different aspects of job satisfaction (Table 5) , job satisfaction rate of accountants in terms of superior supervisor and salary or benefits is more than auditors, meaningfully (with an assurance level of 5%)
Conclusion & discussion
Descriptive studies of the findings show that the average of job satisfaction of accountants is in higher level than auditors is, and in terms of payment and benefits, this difference is more significant and auditors have less satisfaction. As it is shown, since one of the main needs of human is material needs, according to the theory of hierarchical of Mazlow needs, this need can be discussed as the infrastructure of other requirements. Hence attention to it is critical for responsibilities and increase of satisfaction in this group and following it, decrease of human source quit from auditing to accounting, can be promoted by positive perspective towards payment and benefits of auditing and also improvement of perspective in superior supervisors. Generally, from this study findings and regarding to the study base, it is realized that due to undesired results of job dissatisfaction, planners and partners of financial auditing institutes should think of increasing job satisfaction level of their employees. As we have observed from the results of this survey, job position and salary were accounted to be the most important factors influencing job satisfaction among auditors who were working for Iranian firms. Therefore, it is suggested that auditors are encouraged by offering higher level of job positions. It is also recommended to increase auditors' salaries along with job promotions to increase their relative performance.
